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Introduction
Employees should share knowledge with each other within the knowledge management system to gain maximum performance in business activity. The methods and practices by which knowledge is shared within different kinds of organizations belong to the core issues in knowledge management. Our study on knowledge sharing is indeed performed from a perspective of knowledge management methods and practices that can facilitate this process. Therefore, in this paper knowledge management system is considered as a set of proper methods and practices of sharing knowledge in an enterprise.
Knowledge sharing, as define this phenomena for example D. Hong, E. Suh and CH. Koo (2011) , is the process by which knowledge held by an individual is converted into a form that can be understood, absorbed and used by other individuals through channels or networks between knowledge providers and seekers. Researchers who are training to explain the term knowledge sharing usually emphasize the collective character of this process and that it takes place in direct knowledge exchange among people. Thus it is important to create and shape relationships among co-workers, and various social networks that facilitate knowledge sharing within an enterprise (see Fan, Ku, 2010; Hong et al., 2011; Renzl, 2008; Szulczyńska, 2009) .
The paper focuses on the internal knowledge sharing, namely on the methods and practices used in the case of tacit knowledge exchange among the individuals within an enterprise. It has to be stressed that the typical characteristics of knowledge is essential in the selection of appropriate methods or practices to share effectively a specific type of knowledge (see Majewska, Szulczyńska, 2012) . Therefore, the first aim of the paper is to present the methods and practices that are recommended by KM experts in the process of tacit knowledge sharing. The second research purpose is to determine which of these methods and practices are most frequently applied in surveyed enterprises and how employees evaluate their utility in tacit knowledge sharing. In order to achieve the second purpose of the research, a survey was carried out in 153 enterprises located in the region of Wielkopolska in Poland, operating on domestic and foreign market. This paper is organized as follows: the first section of the work provides a brief summary of guidelines on tacit knowledge sharing within an enterprise highlighted in the relevant literature, and a set of methods and practices that are used in tacit knowledge sharing which are recommended by the specialists in the field of KM. Then, the paper presents the results of own study on the surveyed group of enterprises. Finally, in the concluding remarks, possible implications for the development of tacit knowledge sharing within an enterprise are suggested.
Tacit knowledge sharing among workers within an enterprise
It is much more difficult for an enterprise to capture, share, and store tacit knowledge than explicit knowledge. Successfully enterprises effectively develop and accumulate tacit knowledge through various methods and practices of knowledge sharing among employees that is vital in gaining a competitive advantage. Then, the intensifying tacit knowledge sharing gives a chance, such crucial for sustaining a competitive advantage, to develop tangible assets as an intellectual capital (see Leonardi, Treem, 2012; Majewska-Bator, Bator, 2009; Fay, Furu, 2008; Majewska, Bator, 2006; Szulczyńska, 2005) .
Tacit or explicit knowledge is sharing with other employees directly by personal contacts, or indirectly through information and communication technology (ICT). However, compared to explicit knowledge exchange, the tacit knowledge is primary shared through direct interaction among individuals and groups at various levels within an enterprise. To a large extent it depends on the kind of organizational culture which should promote social networks development (e.g. integration meetings and trips; initiation meetings among employees who need to cooperate, circles of interest), trust and collective work, solidarity and egalitarianism in order to obtain an increase in the sense of unity and greater social cohesion among members of an enterprise. Such a culture should also include a system of rewards that facilitates collective action and learning. In other words, this type of culture is the collaborative environment for knowledge sharing among its members. So the main obstacle in spreading knowledge sharing behaviors within an enterprise is a bureaucratic and hierarchical culture base on the cult of the individual and promoting elite thinking.
Information and communication technology (ICT), in turn, enables creating an organization memory through which an enterprise can capture tacit and explicit knowledge resources and share them within an organization. Information and communication technology facilitates sharing of tacit knowledge (like expert systems, extranets and intranets, databases, videoconferences, virtual bulletin boards or collaboration software like groupware), but is not able to replace direct contact and mutual relations among employees. So that in this case information and communication technology is primary intended to facilitate collaboration and foster the ability of people to work together without personal contact. Therefore, information and communication technology is very useful in the situation when employees are physically separated from one another in their workplace and cannot communicate directly (Leonardi, Treem, 2012; Hong et al., 2011; Majewska-Bator, Bator, 2009; King, Marks, 2008; Majewska, 2006; Majewska, Bator, 2006) .
The main purposes of knowledge sharing tools and practices are to exchange existing personal knowledge in order to create new knowledge, and that knowledge does not go away from the company with a worker who has it. Effective knowledge sharing methods and practices allow individuals also to reuse and regenerate existing knowledge, and can leverage the level of cooperation among workers within an enterprise. Enterprises should select methods and develop routines due to knowledge sharing process among their employees. Once such system of sharing knowledge is developed, knowledge belonging to one person, usually called an expert, moves to another employee, which results in an increase of organizational tacit knowledge resources, and thus the productivity achieved by an enterprise.
In the knowledge management literature experts are very often treated as individuals who are seen by employees having more tacit knowledge about a particular domain than other people. It is worth stressing that the methods and practices of tacit knowledge sharing are especially useful in developing new products and processes, which is the key to sustaining a competitive advantage on a market. Thus new product and process development should also take place among various experts working together in a task team. Then teams members can share their cross-disciplinary knowledge during collective action (e.g. product design, product analysis, simulation testing) (see Leonardi, Treem, 2012; Zhen et al., 2012; Hong et al., 2011; Fan, Ku, 2010; Majewska-Bator, Bator, 2009; Szulczyńska, 2007) .
In the literature of the subject various methods and practices of tacit knowledge sharing are described. Among them, the most frequently mentioned seem to be just those taken into account in the empirical investigation presented in this paper. They include the following methods and practices recommended for tacit knowledge sharing, not only in an enterprise:
 Employees and management meetings, where current problems and ways of solving them are discussed.
 Reports from projects that failed and presenting them to the board meetings or other employee groups.
 Pursuit of training a successor.  Different types of mentoring and coaching.  Developing and providing best practices databases to employees.  Participation in task teams.  Rotation of staff in various workstations.  Visits by employees in other departments in order to learn.  Education system of managerial staff by the practice in various company units.  Organizing knowledge fairs.  Boxes of submitting rationalization projects and ideas of employees.
Material, methodology and research results
In this research the authors decided to include a set of methods and practices usually used in sharing of tacit knowledge in an enterprise, which has been presented above. The study covered 153 enterprises whose structure according to selected segmentation criteria is shown in Table 1 . In the surveyed sample small enterprises with Polish capital and operating on the domestic market are dominant. So the research results can be primarily related to such group of enterprises. It should also be emphasized that our research is not a representative survey due to the insufficient sample size.
However, on the basis of research results some conclusions of general nature about the preferences of using certain tacit knowledge sharing methods and techniques, and their utility in this process can be drawn. Source: own calculation.
At the beginning, the frequency of using 15 methods and practices considered in the study was calculated as their percentages in the total sample of enterprises and according to the adopted segmentation criteria of researched companies (see Table 3 ). The most frequently applied methods and practices of tacit knowledge sharing in surveyed enterprises were: employees and management meetings where current problems and ways of solving them are discussed; transfer of knowledge by employees who took part in training other staff members; and sharing of knowledge accumulated on previous work stations. Among the least used methods and practices there were boxes of submitting rationalization projects and ideas of employees, education system of managerial staff by the practice in various company units, and organizing knowledge fairs.
In all considered groups of enterprises in the first place there were employees and management meetings, where current problems and ways of solving them are discussed. The frequency of applying certain methods and practices increases with the growth in the size of an enterprise and the share of foreign capital. This type of tendency has also appeared in the scope of market, but only in the case of 6 methods and practices. However, Spearman's rang correlation analysis has confirmed statistically significant relationship on the level 0.05 only for the dependency between the percentage frequency values of using considered methods and practices and the share of foreign capital. The value of Spearman's rank correlation coefficient for this relationship was 0.39. But this difference in favor of foreign capital decreases over time, which shows a comparison of the results of current research with previous studies on the issue of knowledge sharing in enterprises (see Majewska-Bator, Bator, 2009) .
The application levels of considered tacit knowledge sharing methods and practices were calculated for enterprises in total as well as for their groups (Table 2) . A low application level means that an enterprise uses 1-5 considered methods and practices, medium 6-10, and 11-15 high. The results have shown that up to 66.67% of surveyed enterprises used less than 6 of considered methods and practices. This situation points to a rather small level of tacit knowledge sharing by the employees of surveyed enterprises. The largest percentage of enterprises with mixed capital was characterized by high application levels of researched methods and practices. In turn, the largest number of medium-sized enterprises reached the lowest application levels. Then the following procedure of determining the ranking of considered methods and practices according to their degree of utility in the opinion of employees working in researched enterprises was applied. First, the utility of these methods and practices was determined basing on the grades given by respondents. Respondents evaluated their utility on a scale from 1 (little utility) to 5 (large utility). Secondly, we calculated arithmetic means and standard deviations of scores granted by employees to rank particular methods and practices by these statistical measures. The obtained results allowed us to assign a successive position from 1 to 15 to a given method or practice (see Table 4 ). Source: own calculation. Table 4 . Utilities of using tacit knowledge sharing methods and practices in surveyed enterprises in the opinion of the respondents: Thanks to this procedure the ranking of analyzed methods and practices according to their degree of relevance in the process of tacit knowledge sharing was prepared. The first three places in this ranking were occupied by employees and management meetings, where current problems and ways of solving them are discussed, reports from projects that failed and presenting them to the board meetings or other employee groups, and pursuit of training a successor. The last position was held by visits by employees in other departments in order to learn.
Additionally, the analysis of researched methods and practices utility given by respondents shows that all but one obtained arithmetic means higher than 3 on the five-point scale. That is why a rather small variation of the utility evaluations, measured arithmetic means occurred, as all of them were in the range from 2.88 to 4.11.
It was also decided to check the extent to which surveyed companies supported the development of knowledge sharing among their employees through information and communication technology and practices that promote social networks development (see Table 5 ). Respondents were asked first about the use of certain tools of ICT in order to share knowledge. The second question concerned the presence of the three methods which facilitate the development of trust and cooperation among employees in their companies. Therefore, the frequency of use these tools of ICT and practices aimed to facilitate the process of knowledge sharing within an enterprise was identified: The most frequently used tools or practices aimed to facilitate the process of knowledge sharing in the total sample of surveyed enterprises were: e-mail, integration meetings and trips, real or virtual bulletin boards. The percentages of applying were the smallest for circles of interest, videoconferences, and collaboration software like groupware. In all considered groups of enterprises the first three places were also taken by the same tools or practices as in the total sample of surveyed enterprises. Only in the case of intranet, collaboration software like groupware, and real or virtual bulletin boards, the percentage of using them increased with the growth in the size of an enterprise. The frequency of applying such tools and practices like circles of interest, e-mail, databases, real or virtual bulletin boards, and collaboration software did not grow with the growth in the share of foreign capital. However, the percentage of using all the tools and practices was higher for foreign-owned enterprises compared to researched companies with Polish capital only. This advantage of foreignowned enterprises was also confirmed by the calculated average use for all considered groups of enterprises in the empirical research (see Table 5 ). The scope of market turned out, as might have been expected, to be the more significant factor affecting the frequency of using considered tools and practices by researched enterprises for tools of ICT than for practices that promote social networks development.
Conclusions
The research results allow for the conclusion that, according to what is reported in the literature, tacit knowledge sharing is associated with broadly defined staff training system. So exchange of tacit knowledge mainly takes two forms in surveyed enterprises: collective learning and transmission of accumulated previously knowledge to other employees within a company.
However, as the research results suggest, the degree of applying methods and practices for tacit knowledge sharing could be higher. The tacit knowledge sharing means primary direct exchange of knowledge among employees, and it requires different kinds of support in order to develop trust and reduces the resistance against transfer of knowledge to others. This is due to the fact that without trust there is no effective knowledge sharing within an organization. Thus the insufficient level of tacit knowledge sharing in surveyed enterprises, which indicates that the results of the studies presented above may be caused by insufficient activities which are focused on developing a strong organizational culture based on trust and cooperation. Therefore, managers should care more about the development of favorable knowledge sharing environment and be themselves more involved in various initiatives enhancing a culture based on trust and cooperation. This is desirable, since such an attitude of managers also shows employees which values and practices are preferred in an enterprise.
